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ABSTRACT
Comparable worth, an idea that is playing an
increasingly important role in the wage and compensation
issues of the 1980s, is examined in a controlled classroom
setting.

Salary as a function of rater gender and job

stereotyping (as measured on a ranked order) was examined
using undergraduate student subjects.

Seven position

descriptions from a savings and loan association were
subjectively evaluated.

The subjects assigned salaries,

rank ordered the positions on a male to female (male=l,
female=?) continuum and completed an Attitude toward Women
Scale (AWS).

Modest support was found for the hypothesis

that salary would be a function of rater gender and job
stereotyping in two of the seven positions; the AWS score
was found not to be predictive; a strong negative
correlation was found between salary and rank order.
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INTRODUCTION
Comparable worth, a compensation theory postulating
that jobs can be measured for their value to employers and
should be paid accordingly (Schwab

&

Wichern, 1983), seems

to be emerging as the compensation issue of the eighties.
The Equal Pay Act of 1964 theoretically abolished pay
discrimination between males and females doing the same job;
comparable worth, which addresses dissimilar but essentially
equal jobs, has not yet been given wide legal recognition.
One of the most important cases to date is that of American
Federation of State, County, and Municipal Employees
(AFSCME) v. State of Washington.

The district court in

Washington found for the plaintiff who alleged that the
state had continued to pay higher wages to men than to women
doing similar work as documented by a job evaluation study
(Lorber, Kirk, Samuels

&

Spellman, 1985).

However, the 9th

U.S. Circuit Court of Appeals overturned that decision in
August, 1985, saying a company can use prevailing market
conditions in setting wages and need not follow surveys that
they pay for (The Orlando Sentinel, 1985).
A body of literature has emerged investigating the role
of sex in job evaluation and salaries.

Issues raised by the

National Academy of Science (NAS) in Treiman and Hartmann
(1981) were (a) that job evaluations are subject to
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systematic sex bias errors (judgmental errors are possible
when job descriptions are generated from job analyses and/or
when descriptions are subsequently evaluated), and (b)
systematic error is present in criteria used to validate job
evaluation (the criterion is ordinarily a wage distribution
reflecting results of market survey or the organization's
current wage practices).

However, in a review of court

cases involving the Equal Pay Act, Cooper and Barrett (1984)
found that few litigants presented evidence of
discrimination based on job evaluation.
Thompsen (1978) and Treiman (1979) suggest that
organizations frequently have multiple job evaluation
systems, and they are segregated along gender lines; such
segregation increases the likelihood that female wage rates
are discriminatory.
Milkovich (1980) assumed that pay rates based on
comparable worth would reduce differentials between groups,
i.e., male/female.

According to Mahoney (1983), the

undervaluation in "women's work" is steeped in cultural and
social attitudes.

He argues that social attitudes toward

job evaluations generalize to those jobs traditionally held
by females and those traditionally held by males.
Arvey, Passimo and Lounsbury (1977) looked at job
analysis results as influenced by gender of incumbent and
analyst.

A single job (administrative assistant) was

manipulated as to gender of the incumbent and was presented
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to the subjects via color slides and tape-recorded
narrative.

Student subjects using the Position Analysis

Questionnaire (PAQ) evaluated the job.

Although not a

strong effect, gender of the analyst was found to have some
effect on certain dimensions of the PAQ; little evidence was
found that gender of the incumbent influenced job
evaluation.
Mahoney and Blake (1979) found that perceived
femininity of an occupation explained a statistically
significant amount of variance in salary recommendations.
In that study, student subjects evaluated 20 occupations and
(1) rated each on job characteristics typically employed in
point ·systems of job evaluation, (2) rated each as masculine
or feminine and (3) recommended a salary for each.
Grams and Schwab (1985) questioned whether the Mahoney
and Blake (1979) results reflected real gender-based
compensation differences or in fact resulted from subjects'
knowledge of market realities and sensitization to the
purpose of the study.
Grams and Schwab (1985) examined two sources of error
in job evaluation that might lead to compensation
disadvantages for jobs held predominantly by women.

It was

postulated that the first source of error (direct bias)
would occur if jobs held predominantly by women were
undervalued relative to jobs held predominantly by males,
and the second source of error (indirect bias) would occur
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if evaluation judgements were influenced by market wages
that were already biased against jobs held predominantly by
women.

Student subjects were asked to evaluate three jobs

from a commercial banking department of a large Midwestern
bank.

Three compensable factors (education, experience and

complexity) were used for evaluation.

Embedded in

background information were data concerning tenure, salary
and gender.
only.

Salary and gender were manipulated in one job

The researchers concluded that gender composition of

jobs (direct bias) by itself did not influence job
evaluation, but support for the second source of error
(indirect bias) was found.

They suggest that this finding

could have important implications if it could be generalized
to compensation specialists.
In a related study, Schwab and Grams (1985) examined
the effects of direct bias, indirect bias, and gender of the
evaluator in job evaluation.

As in the Grams and Schwab

(1985) study, three jobs from the commercial banking area,
with one job being manipulated, was presented to the
subjects for evaluation.

Subjects were randomly selected

from a mailing list of participants in the American
Compensation Association's Certification Course II (a
seminar in job evaluation procedures).
No evidence was found that the dominant gender of job
incumbents influenced the evaluation of the job.

The

authors caution that the manipulations used may not have
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triggered evaluators' gender stereotypes regarding jobs and
that additional research manipulating gender of job
incumbents in alternative ways would be appropriate.
Support was also not found for the hypothesis that
evaluator gender influences evaluations.

The study found

strong evidence that pay level associated with the job
influenced evaluators in their judgment of job content.
To date, the literature is not clear-cut regarding the
effects of gender on salary administration.

There is some

support for the comparable worth advocates' claim that
discrimination does exist in the marketplace (Treiman
Hartmann, 1981; Cooper

&

&

Barrett, 1984; Thompson, 1978;

Treiman, 1979; Milkovich, 1980; Mahoney, 1983).

However,

research manipulating gender of the job incumbent and gender
of the evaluator has at best shown only weak support for the
hypothesis that gender influences salary.
Continuing that line of research, this study looked at
salary as a function of both gender of the rater and the
perceived gender stereotyping of the job.

No manipulation

of salary or incumbent gender was made, allowing the
subjects instead to interpret each according to their own
perceptions.
In addition to assigning salaries and rank ordering the
job descriptions on a male to female continuum (male= 1,
female= 7), the subjects were asked to complete a 15-item
Attitude toward Women Scale (AWS).

Originally developed as
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a 55-item scale by Dr. Janet Spence, normative data were
gathered from two samples of male and female undergraduate
students and a sample of parents of these students.

Factor

analysis, which suggested that within each sex the AWS is
essentially unifactorial, led to the development of two
shorter versions for use when a single overall score is
sufficient for research purposes (Spence, Helmreich
1973).

Stapp,

&

High scores on the AWS reflect more egalitarian

attitudes, while low scores are more representative of
traditional attitudes.
It was postulated that salary assignment may be a
function of gender of the rater and that both gender of the
rater and perceived gender stereotyping of the job will
affect the salary level assigned; i.e., as jobs are
perceived as more feminine, salaries will be lower.

In

addition, it is expected that a correlation will exist
between the AWS score and the salaries assigned; i.e., more
egalitarian scores on the AWS will indicate more egalitarian
salary assignments.
While this study closely parallels those of Mahoney and
Blake (1979), Grams and Schwab (1985), and Schwab and Grams
(1985), differences existed in the control of information to
the subjects and the variable manipulations.

To counter the

argument by Grams and Schwab (1985) that subjects in the
Mahoney and Blake (1979) study may have been sensitized to
the nature of the study, these subjects were given the tasks
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to do in a specific order and with no advance instructions.
Demographic information asked for was sex, year in college,
major, employment and market knowledge of the jobs
evaluated.

As Schwab and Grams (1985) suggested, manipula-

tions used within their study may not have triggered
evaluator's stereotyping; this study made no manipulations
leaving the subjects to demonstrate whatever bias may or may
not be present.
Specific hypotheses were (1) gender of the rater and
stereotyping of the job would predict salary assignment, (2)
that the AWS score would correlate positively with salary
assignment; i.e., more egalitarian scores relate to higher
salari levels for those jobs perceived to be more female
oriented and (3) a negative correlation will exist between
salary and rank order; i.e., as the rank moves up the scale
toward the female range, the salaries will be lower.

METHOD
Subjects
One hundred and fifteen undergraduate students were
solicited from the University of Central Florida business
and psychology departments.

Fifteen data sets were later

disqualified because the students had failed to follow the
instructions or had chosen not to complete the tasks.

Final

analyses were completed using 100 students (SO males and SO
females).

Fifty-eight subjects were business majors, 19

were psychology majors and 23 were unspecified or another
major.

There were 86 seniors and juniors, 6 post-

baccalaureate students, 2 sophomores and 6 unspecified.
Some market knowledge was indicated by only 22 subjects, S
did not specify and 73 indicated they had no knowledge of
the jobs.
Material
Seven target job descriptions were chosen from position
descriptions of a savings and loan association.

Included

were head teller, chief financial officer, systems analyst,
secondary market coordinator, marketing specialist, loan
officer and office manager.

The subjects were given folders

containing specific directions for each task, seven job
descriptions with a space at the top specified for salary
assignment, a rank order sheet with seven rank positions
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listed and a male (1) to female (7) continuum indicated, a
demographic questionnaire, the Attitude toward Women Scale,
and an informed consent form.

The tasks were placed in the

folders in the order in which they were to be done with
directions for the task on top; i.e., informed consent form,
job descriptions, rank order sheet, AWS questionnaire, and
the demographic questionnaire.

Job descriptions were

randomly mixed within each folder so that all subjects did
not receive the seven descriptions in the same order.

In

addition, to control for looking ahead through the tasks,
all pages needed for each task were paper clipped together
and topped with a blank sheet.

See Appendix A.

Procedure
This experiment was conducted in a controlled classroom
setting.

A pilot study was conducted with an undergraduate

psychology class.

All variables, procedures and controls

were maintained exactly as in the primary study.

This pilot

study served as a learning experience and identified
modifications that needed to be made to the written
instructions for the rank order tasks.

Since there were no

significant differences in the pilot study and the
subsequent study, the subjects were pooled to form the
overall basis for analysis (~

=

100).

The subjects were given the packets of material with
general verbal instructions regarding the packets and the
contents.

They were asked to first remove and complete the
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informed consent sheet which was then collected before
continuing with the experiment.

This was done to prevent

any association between individual subject and the tasks
performed by the subject.

The subjects were cautioned about

looking ahead through the folder and asked to adhere
strictly to the order of tasks as they were presented in the
folder.

No time constraints were levied, but subjects were

asked not to discuss the tasks with each other.

Finally,

subjects were told that questions could be addressed to the
researcher, if needed, while they were completing the tasks,
and that they could look back once a task had been completed
if they felt it was necessary in completing a new task.

RESULTS
Multiple regression was the primary statistical method
of analysis.

The dependent variable (salary) was regressed

on the independent variables (rank order, AWS score, gender,
year in college, market knowledge and major) in a backward
stepwise regression to determine the contribution of each of
the independent variables to the variance.

POUT= .10 was

set as the criterion for the order of variable removal (when
£>.10, the variable is discarded from the equation).
As shown in Table 1, the office manager position
resulted in R

= .437,

~

2

= .19, K(6,93) = 3.66, £<.003, with

19 percent of the variance accounted for by all variables.
Removing year, major and market knowledge from the equation
resulted in~= . 414, ~

2

= .17, F(3,96) = 6.614, £<.0004

which suggests that the demographic variables (year, major
and market knowledge) accounted for only 2% of the total
In a final backward step, the AWS score was

variance.

removed resulting in~= .397, R
£<.0002.

2

= .16, K(2,97) = 9.09,

The variance accounted for by the AWS score is

just 1%, leaving gender and rank order as the significant
predictors.
The regression of the head teller salary on the
independent variables resulted in one variable, rank order,
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reaching significance;~= .206, ~ 2 = .04, r(l,97) = 4.29,
£<.04, with 4% of the variance accounted for.
Table 2 displays the significant correlations between
AWS scores and gender across all jobs (r = .413,
between salary and rank order (r = .332,
gender and salary (£ = -.286,

E

E

E

= .001);

= .001) and

= .01) for the office

manager; and between rank order and gender for the chief
financial officer (r = .271,

E

= .01).

A Pearson Product Moment correlation between the mean
salaries and mean rank orders for the seven positions
resulted in £(5) = -.9559, £<.005 indicating a decided trend
toward lower salaries for female jobs.

These results are

summarized in Table 3; a scatter plot of the means is
displayed in Figure 1.
The scores on the AWS could range from Oto 45 (actual
scores range from 17-45); a higher score indicates a more
egalitarian attitude and a lower score is indicative of a
more traditional attitude toward women.

The mean for all

subjects is 32.03 (~=100), the female mean is 35.06 (~=SO)
and the male mean is 29.0 (n=SO).

At-test revealed

significant differences between the means, !(98) = 4.49,
£<.001.

These results are found in Table 4.
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TABLE 1
BACKWARD STEPWISE MULTIPLE REGRESSION
DEPENDENT VARIABLE: SALARY

JOB
Office
Manager
(N=l00)

Head
Teller
(n=99)

INDEPENDENT
VARIABLES

R

R2

rank order,
AWS, gender,
year, market
knowledge,
major

.437

.19

rank order,
gender, AWS

.414

rank order,
gender
rank order

df

E.

3.66

(6,93)

.003

.17

6.61

(3,96)

.0004

.397

.16

9.09

(2,97)

.0002

.206

.04

4.29

(1.97)

.04

F
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TABLE 2
BIVARIATE CORRELATIONS
JOB

VARIABLES

All jobs

gender and AWS

Office Mgr.

salary and rank
gender and salary

Chief
Financial Ofc.

gender and rank

*E=.01
**E.=-001

PEARSON PRODUCT
MOMENT CORRELATION
.413

**

.332
-.286

**
*

.271*
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TABLE 3
MEAN SALARY AND MEAN RANK ORDER FOR ALL JOBS
JOB

MEAN SALARY

Head Teller
Secondary Market
Coordinator
Marketing Specialist
Office .Manager
Loan Officer
Systems Analyst
Chief Financial Officer
MEANS
SALARY
RANK ORDER
*E_<.005

$26195
4.0

MEAN RANK ORDER

$17474
23494

6.6
4.32

28076
25137
21950
29405
37832

3.82
4.25
4.34
2.95
1.73

STANDARD DEVIATIONS
$6478
1.49

CORRELATION
-.9559 *
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TABLE 4
COMPARISON OF MEANS BETWEEN MALES AND FEMALES
ON AWS SCORES

Means
SD

*£<.001

ALL {!!=100)

MALES {~=50)

FEMALES {~=50)

32.03
7.38

29.0
6.54

35.06
6.96

!{98)
4.49*

DISCUSSION
Some support for the hypothesis that salary is a
function of rater gender and job stereotyping was found in
the jobs of head teller and office manager.

As can be seen

in the graph in Figure 1, head teller and chief financial
officer firmly anchored the female and male ends of the
continuum.

Although the chief financial officer is ranked

predominantly male, this ranking did not account for the
salary assigned as determined by the multiple regression.
The rank order of the head teller position did account for a
small portion of the variance for that position.

This would

seem to reflect some cultural bias regarding the head teller
and chief financial officer positions and is in keeping with
Mahoney (1983) who argues that social attitudes toward job
evaluations generalize to those jobs held traditionally by
females and those held traditionally by males.

A great deal

of ambiguity seems to be present in the jobs of office
manager, loan officer and secondary market coordinator as
evidenced by the fact that all three jobs cluster vertically
around the mid-rank of four, but only the office manager
salary was predicted by rank order and rater gender.

Both

salary and rank order is slightly higher for the office
manager position than for the other two; overall, 16% of
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the variance was explained by those two variables for the
position.
As suggested by Schwab and Grams (1985), a different
method of variable manipulation was attempted in this study.
Whereas previous studies (Avery, et al., 1977; Mahoney

&

Blake, 1979; Grams & Schwab, 1985; and Schwab & Grams, 1985)
manipulated either salary and/or job incumbent gender, this
study performed no manipulations.

Instead, the subjects

were asked to subjectively assign the salaries and rank
order the jobs.

It was thought that this would allow any

rater bias that might be present to manifest itself.

That

did not happen to any significant degree.
This study did not replicate the findings of Grams and
Schwab (1985) which found support for indirect bias; i.e.,
knowledge of market salaries influencing the evaluators,
thus perpetuating existing discrimination.

Only 22% of the

subjects indicated any market knowledge, and that is
supported on the surface by the salary assignments.
Salaries at the top of the scale tended to be lower than
market rates, while those on the bottom of the scale tended
to be higher than market rates.

This may be reflective of

the subjects status as undergraduate college students and a
certain naivety on their part.
The AWS scores failed to be predictive.

That is, those

who scored in the egalitarian range didn't assign salaries
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significantly different than those who scored in the
traditional range.
Although no support was found for the hypothesis that
AWS scores would correlate with salary and only modest
support was found for the hypothesis that rater gender and
job stereotyping would affect salary, these results are
consistent with the literature to date.

The ambiguity of

the results in all these studies suggest the need for
continued research in this area.

Until one can say

unequivocally that bias in salary administration is not due
to rater gender and job stereotyping, continued research
with still different variable manipulations should be
undertaken.

Opponents of the comparable worth issue cite

issues such as time-on-the-job and general work experience
as the real reasons for pay inequity, not discrimination due
to rater gender or job stereotyping.

Research adding these

variables to those of gender and job stereotyping might be
helpful in explaining some of the variance that does exist.

Appendix A
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INFORMED CONSENT FORM
To The Participant:
You are being asked to participate in a data gathering
exercise.
The tasks you will be given are designed to obtain some
subjective data regarding job and salary administration.
In
addition, you will be asked to complete an Attitude Survey
and to provide some demographic information, but no personal
identification is requested.
The purpose of this consent form is to ensure your knowledge
of and voluntary participation in this study in accordance
with the standards and ethics of the American Psychological
Association.
You may withdraw from completing the tasks at
any time without prejudice or penalty.

Researcher

Date

Participant

Date
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You have seven job descriptions to review and analyze.
Consider elements such as educatio~ requirements, experience
and responsibility.

What do you think each job is worth?

Write the annual gross salary amount you feel the job should
pay in the space provided at the top of each job
description.
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SALARY ASSIGNED

$

JOB DESCRIPTION
JOB TITLE:

Head Teller

DEPARTMENT:

Banking and Operations Division

JOB SUMMARY
Responsible for daily operation of paying and receiving
teller functions within an assigned branch to include
supervision of tellers, balancing of vault cash and
maintaining appropriate cash levels for branch needs.
MAJOR RESPONSIBILITIES
Open and close cash vault under dual control each day.
Supervise daily opening of mail and night deposits to ensure
timely processing and proper safeguards.
Assign staff as required to maintain proper window coverage
while completing other daily work.
Work with tellers who are out of balance and prepare over
and short reports as needed.
Operate a window as needed to maintain efficient customer
flow.
Prepare daily cash-on-hand report.
Audit cash vault daily and prepare cash shipments and cash
orders to maintain proper cash level.
Be available to aid customers and/or tellers in resolving
problem transactions.
Perform other duties as assigned.
ORGANIZATIONAL RESPONSIBILITIES
Reports to: Branch Manager
Supervises: Paying and receiving tellers
QUALIFICATIONS REQUIRED
High school graduate with emphasis 01;1 business c<?u 7ses.
One to two years experience as a paying and receiving
teller.
.
Ability to operate calculator and perform basic
computations.
Well trained in all areas of customer service requirements
on the teller line.
Ability to cross-sell other services to customers.
Professional manner and appearance.
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SALARY ASSIGNED

$

JOB DESCRIPTION
JOB TITLE:

Office Manager I

DEPARTMENT:

Banking and Operations Division

JOB SUMMARY
Responsible for a small to medium sized, full-service branch
office to assure optimum customer service. Has some
business development responsibilities.
MAJOR RESPONSIBILITIES
Insure the smooth functioning of the branch office by
exercising administrative control over the functions and
personnel of the office.
Attend to the needs of customers on a variety of services.
Select and train employees to achieve a high level of
operational expertise; monitor employee performance.
Engage in business development activities within the
branch's marketing area.
Participate in civic affairs.
Perform other duties as assigned.
ORGANIZATIONAL RESPONSIBILITIES
Reports to: Sr. Vice President/Banking
Division.

&

Operations

Supervises: All branch personnel.
QUALIFICATIONS REQUIRED
College degree or related course work, or equivalent
experience in financial industry.
Some experience with business development, lending, branch
operations.
Good interpersonal skills, oral and written communications
skills.
Sales oriented individual.
Professional manner and appearance.
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SALARY ASSIGNED

$

JOB DESCRIPTION
JOB TITLE:

Loan Officer

DEPARTMENT:

Mortgage

JOB SUMMARY
Responsible for originating residential mortgage loans.
Duties include interviewing, counseling, analyzing,
underwriting and closing mortgage loans.
MAJOR RESPONSIBILITIES
Interact with customers in person and over the telephone on
a continual basis.
Take applications for mortgage loans; gather information;
analyze data; underwrite loans within established lending
authority.
Secure Private Mortgage Insurance as needed.
Monitor all steps of loan process to assure adequate flow of
information between all parties and to assure timely closing
of the loan.
Research problems arising within the loan process.
Perform other duties as assigned.
ORGANIZATIONAL RELATIONSHIPS
Reports to:

Vice President/Mortgage Dept. Manager.

Supervises:

Has no supervisory responsibilities.

QU~IFICATIONS REQUIRED
College degree in business related field or equivalent job
experience.
Two to three years experience in mortgage lending.
Knowledge of calculator and ability to perform basic
computations.
Good interpersonal skills, oral and written skills.
Professional manner and appearance.
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SALARY ASSIGNED

$

JOB DESCRIPTION
JOB TITLE:

Secondary Market Coordinator

DEPARTMENT:

Mortgage

JOB SUMMARY
Responsible for daily operations within the Secondary
Marketing and Assumption area. Provide senior management
with necessary information to coordinate sales and purchases
of loan packages.
MAJOR RESPONSIBILITIES
Review loan offerings submitted for purchase.
Interact in person and by telephone with brokers and
investors.
Review unsold loans, categorizing them into packages.
Supervise packaging of loans, complete schedules and other
necessary documentation.
Interact with Loan Servicing and Loan Administration to
maintain current information on computer, insurance and
vault.
Supervise delivery and fundings.
Maintain knowledge of Freddie Mac's and Fannie Mae's
policies and procedures and weekly rates; keep management
informed of changes.
Coordinate purchases; gather information, present loans to
Loan Committee and Board; check documentation.
Underwrite loans within established lending authorities.
Prepare and conduct employee evaluations; make personnel
recommendations within the area.
Perform other duties as assigned.
ORGANIZATIONAL RELATIONSHIPS
Reports to:

Assistant Chief Loan Officer

Supervises:

staff within the Assumptions
Market Area

&

Secondary
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QUALIFICATIONS REQUIRED
College degree in business related field or equivalent job
experience.
Minimum two years experience in applications; processing,
and underwriting loans.
Knowledge of calculator and ability to perform basic
computations.
Familiar with secondary marketing, Freddie Mac and Fannie
Mae guidelines and Florida real estate law.
Good interpersonal skills, oral and written communication
skills.
Professional manner and appearance.
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SALARY ASSIGNED

$

JOB DESCRIPTION
JOB TITLE:

Marketing Group Specialist II

DEPARTMENT:

Marketing

JOB SUMMARY
Responsible for coordinating all marketing activities for an
assigned group of departments or divisions, including:
advertising, communications/public relations, market
research, business development and product development.
MAJOR RESPONSIBILITIES
Develop effective strategies to meet marketing objectives
and maximize profitability: Determine opportunities, make
pricing recommendations, and monitor profitability.
Recommend methods for developing existing markets and
expanding into new ones.
Monitor and be informed of new techniques, products and
services offered by competitors.
Monitor efficiency of existing products and implement
changes as necessary.
Coordinate market research projects relating to potential or
existing products and/or services: Design, or assist in
design, sampling procedures, questionnaire construction and
tabulation of results; collect and evaluate data; prepare
reports.
Participate in creation and development of advertising
material; monitor the effectiveness and recommend revisions
as necessary.
Formulate and implement business development programs.
Provide training and information on products and services to
affected staff.
Develop and implement communications/public relations for
assigned group.
Perform other duties as assigned.
ORGANIZATIONAL RELATIONSHIPS
Reports to:

Marketing Director

Supervises:

Will direct work as required to complete
projects through necessary support groups.
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QUALIFICATIONS REQUIRED
College degree in marketing, business or related field.
Three to five years experience, preferably related to
financial industry.
Excellent interpersonal skills, oral and written
communication skills.
Professional manner and appearance.
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SALARY ASSIGNED
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JOB DESCRIPTION
JOB TITLE:

Senior Systems Analyst

DEPARTMENT:

Data Processing

JOB SUMMARY
Responsible for maintaining the integrity of assigned files
and systems; must be on call 24 hours a day; lend assistance
as needed in all areas of data processing; maintain
technical expertise and monitor state-of-the-art
developments in the data processing field.
MAJOR RESPONSIBILITIES
Monitor and implement new information as required.
Develop, design and implenent new programs and enhancements
to existing programs.
Perform program testing, coding and compiling.
Prepare documentation and assure implementation.
Maintain magnetic file credibility.
Assist in preparation of all month-, quarter-, and year-end
reports.
Perform other duties as assigned.
ORGANIZATIONAL RELATIONSHIPS
Reports to:

Assistant Data Processing Manager.

Supervises:

System Analyst Programmer I as assigned.

QUALIFICATIONS REQUIRED
College degree or equivalent experience. .
.
Must be able to operate terminals and peripherals_compa~ible
with the deparatment's hardware and software configurations.
Be knowledgeable about keypunch, adding machine and HEX
calculator.
Three to five years programming experience; minimum of three
years in financial institution environment.
Knowledge of NEAT/3, COBOL 68, VRX COBOL and NEAT/VS
languages.
Good oral and written communication skills.
Professional manner and appearance.

32

SALARY ASSIGNED

$

JOB DESCRIPTION
JOB TITLE:

Chief Financial Officer

DEPARTMENT:

Accounting

JOB SUMMARY
Responsible for fiscal operating results. Counsels
management on fiscal control and profitability. Prepares,
presents and interprets the major reports for top
management.
Directs the preparation of all fiscal
reporting; e.g., cost accounting, budgets, regulatory agency
and government reports.
Safeguards the assets of the
association.
Directs the activities of the controller.

MAJOR RESPONSIBILITIES
Develop and prescribe adequate financial procedures to
provide the basis for management decisions and control.
Maintain the association's accounting system.
Determine that all expenditures are properly approved and
justified.
Prepare, present and interpret financial reports to
management, directors and government agencies.
Manage the insurance portfolio to provide adequate insurance
coverage of all types (exclusive of benefits insurance).
Exercise the usual authority of a division head concerning
staffing, performance appraisals, promotions, salary
recommendations, and terminations.
Maintain proper accounting records for assets of the pension
plan.

ORGANIZATIONAL RELATIONSHIPS
Reports to:

President/Chief Executive Officer

Supervises:

Vice President/Controller and general
.
supervision of all staff in the Accounting
Department.

QUALIFICATIONS REQUIRED
College degree in finance, accounting o~ related ~ield.
Minimum three to five years experience in accounting at
management level.
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c.P.A. qualifications desirable.
Excellent interpersonal skills, oral and written
communication skills.
Professional manner and appearance.
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DO NOT GO ON UNTIL YOU COMPLETE THE SALARY ASSIGNMENTS
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DIRECTIONS
You are asked to rank order, on a predominantly male to
female continuum, the jobs for whi c h you have just assigned
salaries.

The scale is 1 (predominant ly ma l e ) through 7

(predominantly female), and you may assign only one job
per rank.

Each rank-order position i s l isted with a job

title space next to it.

Simply wri t e in the job title

that you feel best fits at each pos i tion on the 1 to 7
continuum.
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RANK ORDER SHEET

IMPORTANT:

Only ONE job may be assigned to each rank
order position.

Predominantly male
1

2

(MALE)

Predominantly female
3

4

RANK

1

Job Title:

RANK

2

Job Title:

RANK

3

Job Title:

RANK

4

Job Title:

RANK

5

Job Title:

RANK

6

JOB Title:

RANK

7 (Female) Job Title:

5

6

7
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DO NOT GO ON UNTIL YOU COMPLETE THE RANK ORDERING TASK
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DIRECTIONS
Please complete the following 15 item Attitude toward women
Scale.

Express your feelings about each item by circling

the letter that most appropriately reflects your feelings:
(A) Agree strongly

(B) Agree mildly

(C) Disagree mildly

(D) Disagree strongly

ATTITUDES TOWARD WOMEN SCALE
The statements listed below describe attitudes toward the
role of women in society which different people have. There
are no right or wrong answers, only opinions. You are asked
to express your feelings about each statement by indicating
whether you (A) Agree strongly, (B) Agree mildly,
(C) Disagree mildly or (D) Disagree strongly. Please
indicate your opinion by circling the response which
corresponds to the alternative which best describes your
personal attitude.
Please respond to every item.
(A) Agree strongly
(B) Agree mildly
(D) Disagree strongly.

(C) Disagree mildly

1.

Swearing and obscenity is more repulsive in the speech
of a woman than a man.
A
B
C
D

2.

Under modern economic conditions with women being
active outside the home, men should share in household
tasks such as washing dishes and doing the laundry.
A

B

C

D

3.

It is insulting to women to have the "obey" clause
D
remain in the marriage service. A
B
C

4.

A woman should be as free as a man to propose
marriage.
A
B
C
D

5.

Women should worry less about their rights all d more
about becoming good wives and mothers.
A

B

C

D
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6.

Women earning as much as their dates should bear
equally the expense when they go out together.
A

7.

B

C

D

Women should assume their rightful place in business
and all the professions along with men.
A

B

C

D

8.

A

woman should not expect to go to exactly the same
places or to have quite the same freedom of action
as men.
A
B
C
D

9.

Sons in a family should be given more encouragement to
go to college than daughters.
A
B
C
D

10.

It is ridiculous for a woman to run a locomotive and
for a man to darn socks.
A
B
C
D

11.

In general, the father should have greater authority
than the mother in the bringing up of children.
A

B

C

D

12.

The intellectual leadership of a community should be
largely in the hands of men.
A
B
C
D

13.

Economic and social freedom is worth far more to women
than acceptance of the ideal of femininity which has
been set by men.
A
B
C
D

14.

There are many jobs in which men should be given
preference over women in being hired or promoted.
A

15.

B

C

D

Women should be given equal opportunity with men for
apprenticeship in the various trades.
A

B

C

D
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DO NOT GO ON UNTIL YOU COMPLETE THE AWS
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PARTICIPANT DEMOGRAPHIC DATA

SEX:

Male

Female

STUDENT STATUS:

Graduate

Year

Undergradua t e

Year

Major
EMPLOYED:
If Yes,

Yes

No

Full-time

Part-time

Job Title

Do you have any knowledge of pre v ailing market salaries for
the jobs you have analyzed?
If so, which jobs?
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